Abstract. Based on the analysis competency literature and the investigation of the troops, the questionnaire survey method was used to collect and sort the data, and the elements of the competency model were determined by combining factor analysis and correlation analysis. The interviewing method was used to convert the competency characteristics of the grassroots command officer into specific behaviors, which improves the operability and reliability of the model. The research result shows that the grassroots commanding officer's competency model includes four dimensions: professional quality, leadership traits, basic ability, and personality characteristics. This model can be used to improve the performance evaluation system for grassroots commanding officers, and to achieve a reasonable balance between personnel and posts.
Introduction
Grassroots commanding officers, are the connection of decision-making and implementation, and the backbone of the army's officers. The level of their quality and ability directly affects whether the army can win war in the future. The military officers career development needs refers to a planned process in which officers achieve personal development under the unified goals of the military. Due to the special nature of the military, the military officers are required to be more superior than normal persons in many aspects, such as political accomplishment, sacrifice and dedication, and observing discipline. How to achieve a reasonable matching between officer's personal capability and career development is a key point for the military to optimize the matching of personnel and posts. It is not only beneficial for promoting responsibility of the command officers but also of great importance for enhancing the level and transparency of military management.
The competency model is an effective way to measure the quality of offices. It has an irreplaceable role in personnel selection, assessment, and career development planning. By building a competency model, we can effectively plan the career growth path of officers based on their characteristics, knowledge, and their potential abilities to maximize personal values. As early as the 1980s, the U.S. military launched the Army's Selection and Classification Project in the entire army, determined the competency factor, and formed a set of scientific methods for the classification of military personnel which are in needs of the military [1] ; The U.S. Army Officer Manual also states that officers' general competency include honesty, morality, loyalty, discipline, etc. [2] Although our military started later in the study of competency, research has shown an upward trend in recent years. For example, the research team led by Professor Miao Dan-min [3] [4] had pursued a nine-year track from the perspective of psychology to the field of primary command officers' competency features; Xie Bin combined the personal characteristics and behaviors of the middle-level military technical cadres [5] . Wang Fu-rong established a theoretical model of Chinese military including military ethics, task orientation and interpersonal three-dimensionality [6] . President Xi emphasized in the Central Military Commission's reform work conference that it is necessary to "develop and manage well-utilized military human resources, actively introduce modern human resources management concepts, standardize the types of talented people, and improve the efficiency of human resources construction and development." With the advancement of the military reform, how to establish a new type of military human resources management model which the officer's personal ability can better match the career development has become one of the focal issues. This paper based on the analysis of competency literature and the investigation of the army and optimize the selection of competency indicators by interviews and expert consultation. Finally, by correlation analysis, reliability analysis, validity analysis and factor analysis to build a grassroots commanding officer competency model which meets the actual needs of the army. The model can not only provide guidance for the officer's personal growth path, but also clarify the prospects for personal career development, to turn military human resources into real combat effectiveness.
Research Design
After confirming that the research target is the grassroots commanding officer and the purpose of the research is to build a competency model that is consistent with the needs of the officers' career development. The specific process is shown in Figure 1 . 
Competency Profile
The competency indicators should be consistent with the military's strategic, job requirements and the individual behavior three aspects. There are three main sources of indicators: The first is policy analysis. Based on regulations and policies to collect relevant "commanding officer basic requirements" indicator. The second is literature analysis. By summarizing the literature research results of the military officer's competency model, a series of competency indicators are summarized. [8] [9] [10] . The third is the military practice research. Through investigations at units, discussions are held with human resources experts to further clarify the characteristics. Through the above-mentioned three channels, the acquired data were collected and consolidated, and 42 indicators were initially screened to form the competency profile of grassroots commanding officers.
Optimize Competency Indicators
To improve the accuracy of the competency indicators, the Delphi method was used to optimize the indicators. Due to limited conditions, not all experts of the judging panel could be invited to carry on brainstorming face to face. Therefore, questionnaires were sent to members of the judging panel to score the importance of the indicators. We invited 10 experts to complete definition of the indicators and describe corresponding behavioral events. And based on the results of the questionnaire, the importance of the questionnaire, the ratio of full scores, and the coefficient of difference were analyzed. The importance mean value represents the average score of the importance of each indicator; the outlier ratio represents the proportion of people choosing "very important" to the total number; the coefficient of variation is the percentage of the standard deviation of the data and its mean. The smaller the standard deviation, the more the opinions of the experts on the scoring results are relatively consistent. The greater the average value, the more important the experts think this indicator is. After the above screening, the following 24 indicators of competency are retained: honesty, self-discipline, political accomplishment, sacrifice and dedication, obedience, professional identity, motivation, achievement orientation, exemplary lead, responsibility, influence, tolerance, self-confidence, Self-control, determination, diligence, optimism, honesty, communication and Factor analysis cooperation, interpersonal skills, decision-making ability, plan execution ability, military command ability, learning and innovation ability, and emergency response.
Questionnaire Design and Analysis
Based on the results of the interview and expert analysis, grassroots commanding officers' competency questionnaire was formed. The questionnaire uses the Likert Scale, which consists of two parts: First, the basic information of the personnel, including position, gender, age, length of service, etc.; Second, the indicators of competency and its specific description. The selected indicators will be described by the corresponding indicators to form the initial questionnaire. Initial surveys were conducted for grassroots commanding officers to issue pre-questionnaires, and some items were revised and refined to form the final questionnaire. In this study, a grassroots commanding officer of a certain army was given a questionnaire and asked to evaluate his own competency. The sample size of the study was 100, including 18 battalion-level officers, 35 consecutive officers, and 47 platoon officers, of whom 88 were males and 12 were females. A total of 200 questionnaires were distributed, 189 were recovered, 11 were excluded, and the effective recovery rate was 94.5%, which was in line with the basic requirements of questionnaire survey data. The "SPSS" software was used to analyze the questionnaire results and carry out reliability analysis, validity analysis and exploratory factor analysis.
Result Analysis Correlation Analysis
First of all, KMO and Bartlett tests were performed to verify all 24 valid data. The Bartlett test is to check the assumption that the overall variables are not related. The p value of the Bartlett test is 0, that is to say, the hypothesis was rejected, indicating that there was a correlation between each indicator and it was suitable for factor analysis. The KMO test statistics are the indicator of the simple correlation coefficient and the partial correlation coefficient between the comparison variables, the closer the KMO value to 1, the stronger the correlation between the variables, the more suitable for the factor analysis. The KMO result was 0.853, which shown that there were some common factors in the related matrix. Table 1 gives the KMO and spherical Bartlett test results of factor analysis, and the original variable was suitable for factor analysis. .000
Exploratory Factor Analysis
Based on the SPSS platform, the principal axis factor method was used to extract factors, and the Kaiser criterion and Cattel test standard were used to analyze the data. The factor of more than 1 was extracted and 4 factors were retained. In the "total variance" table generated by SPSS.22, the indicator of no load and the indicator of the cross load have been deleted several times, and 15 indicators were retained. The interpretation rate of the variance was shown as the table, and the cumulative variance interpretation rate was 70.269%. The variance explained rate is higher, which shows that the questionnaire has good construct validity. By rotating the maximum variance method, the factors of the load factor less than 0.5 and the factors appearing cross load were screened and eliminated. After a large amount of calculations, there were 15 indicators remained. Factor 1 named "Leadership Traits" by indicators such as responsibility, dedication, motivation, exemplary lead, and influence; Factor 2 was composed of sacrifice, political accomplishment, sense of professional identity, obedience, which was named "professional quality"; Factor 3 was composed of military command ability, communication and coordination ability, and learning and innovation ability. It was named "basic ability", and Factor 4 was determined by strong will, self-confidence, hard-working. The composition of the indicator is named "personality characteristics". The grassroots commanding officer's competency model was finally shown in Figure 2 . 
Reliability Analysis
Alpha Reliability Test. The reliability of the questionnaire was measured by α reliability coefficient. The Cronbach's alpha reliability coefficient is a coefficient that reflects the consistency of the items in the questionnaire and is an intrinsic consistency coefficient. The α reliability coefficient was 0.856, which met the reliability requirement, indicating that the questionnaire results were reliable. Internal Consistency Test. The reliability of the four components obtained from exploratory factor analysis was tested by alpha reliability, and the results were shown in Table 3 . In addition to the good level of the third component reliability coefficient, the rest of the reliability coefficient reached more than 0.9, indicating that these four components can better explain the competence structure. 
Validity Analysis
Content Validity Test. Based on the analysis of literature theories and regulations, we collected a series of competency indicators of the grassroot commanding officers. Then, through field research and detailed interview, the behavioral description of the competency indicator was extracted. Based on this, it can be considered that the content of the questionnaire is of good validity.
Structural Validity Test.
Through exploratory analysis, the four-dimension structure of the officer's competency model was extracted. The cumulative variance explained rate reached 70.269%, and the coverage was relatively wide, indicating that the four dimensions can better explain the competencies model of officers.
Summary
This article focuses on the needs of military officers in their professional development under actual combat conditions, collected competence indicators through various channels such as literature, regulations, and field investigations. It used interviews, Delphi, and questionnaires to optimize indicators for screening. And on the base of factor analysis, reliability analysis and validity analysis, built a four-dimensional grassroots commanding officer's competency model, which was composed of professional quality, leadership traits, basic abilities, and personality characteristics, including 15 indicators totally. The model has common indicators with the foreign military officer's competency model, such as influence, responsibility, etc. There are also some "unique" indicators. For example, the "professional quality" indicator is the largest difference between our military and foreign military. The characteristics also reflect the requirements of our army for grassroots commanding officers, that is, they must possess the knowledge of political theory and have the sacrifice and dedication to be able to perform their duties. In addition, the characteristics of competency are transformed into specific behaviors through behavioral descriptions, and five-level grading standards are given to form the grassroots commanding military competency assessment scale, which is conducive to enhancing the operability and practicality of the competency model application. The model can not only evaluate scientifically the quality of grassroots commanding officers, but also can serve as evaluation criteria for the personnel selection, cultivation, and career planning of military officers. In the follow-up, it is necessary to combine the actual development of the armed forces to dynamically update and improve the competency model, maintain the sustainability and forward-looking of the model, and provide reference for the human resources management of the military.
